Abstract Employees' belief in the traditional work ethics of hard work and diligence as virtues in their own right has significantly declined in recent times in Taiwan. Job involvement as a mediator of the influence of work values on organizational commitment remains unclear, and needs to be explored in a non-western work context. In addition, the degree of organizational commitment has not been shown to be related to the actual amount of nursing work or labor intensity required in any nursing care environment. This study investigates the relationship between work values, job involvement and organizational commitment in a sample of 1047 Taiwanese nurses from Taiwan. The study utilizes a cross-sectional survey design. The sample consisted of Registered Nurses (RNs) (N=1,047) recruited from a convenience sample in nine regional and teaching hospitals in Taiwan. Results showed that work values were positively related to job involvement and organizational commitment, and job involvement is positively related to organizational commitment. Subsequent analyses revealed that job involvement could play an important role in mediation, and that establishing a higher level of job involvement may be more important than focusing only on organizational commitment. This study has implications for organizations attempting to enhance organizational commitment through increased job involvement. It is anticipated that by improving these various factors, the turnover and absenteeism will be reduced and the organizations become more effective and productive.
Introduction
The macro-economic environment in the Taiwanese healthcare system has changed over time to address issues such as cost containment, the over-supply of nurses and an inflexible career system. As a result, average turnover rate of new staff nurses in Taiwan's hospitals has varied between 22-40 per cent in recent years (8) . Employees' belief in the traditional work ethics of hard work and diligence as virtues in their own right has significantly declined in recent times in Taiwan (32) . It is likely employees' perceptions of work and work organizations have changed. Unless organizations are able to meet a range of employee's needs, employees cannot be expected to be highly involved in their jobs or organizations (18) .
It is important for managers of healthcare organizations to assess the impact of these various influences on the way their employees view their jobs, and address these challenges to the thinking, recruitment, motivation, and retention of their productive staff. Lack of any of these elements of work commitment may account for employee absenteeism, turnover, reduced effort, and job dissatisfaction (18) . In order to compete successfully in the healthcare environment, and attract and retain the most qualified and experienced nurses, it is important for organizations to implement strategies that increase job involvement and organizational commitment (5) . Within the literature, the role of job involvement in particular has not been adequately addressed. More specifically, job involvement as a mediator on the influence of work values on organizational commitment remains unclear, as most studies focused on western cultural context. In addition, the degree of organizational commitment has yet to be shown to be related to the actual amount of nursing work or labor intensity required in any nursing care environment (30) .
Work values are a particularly important work commitment construct, as they play a key role in influencing an employee's affective responses in the workplace. Work values have been commonly viewed as a personality variable (12, 16, 20) , a strong antecedent of all three work attitudes (e.g. job involvement, organizational commitment, and career salience) (26) , and a relatively unchanged feature over an individual's life course (17) . Morrow and McElroy (19) point out that work values are the key to job involvement and other emotional reactions, and uncovered direct evidence that work values are positively related to job involvement in the work force. Randall and Cote (23) also found that individuals holding strong work values were more involved in their jobs. Organizational commitment is a different work attitude from job involvement, however a number of studies have highlighted the connection between organizational commitment and job involvement (17, 20, 21) . Job involvement, as a function of early socialization experiences (14) , is more stable than organizational commitment (4). Moreover, both variables are thought to influence some work-related behavior independently (24) , and result in a significant interactive relationship (4) .
This study focuses on three specific determinants of work commitment: work values, job involvement and organizational commitment. The framework for this study is based on a modified version of Randall and Cote's Model (23) and Randall and Cote's Revised Model (9) . These models were chosen because the various determinants of work commitment have not been the focus of comparative studies in Taiwan, and as such are not yet fully understood (23) . The path model in Figure 1 is used to depict the relationships among the variables investigated by the current study. The model describes the effect of work values and job involvement on organizational commitment. It is hypothesized that individuals who are highly committed to the importance of work may develop a strong loyalty to the organization where they work. It is also hypothesized that having work values results in increased job involvement, which would subsequently lead to increased organizational commitment.
Method

Sample and Procedure
The target population for this study consisted of RNs who worked in regional teaching hospitals in Taiwan. The samples were recruited via convenience sampling, with nine hospitals in Taiwan selected to participate in the study. Moreover, participants were required to match the following inclusion criteria: (a) be an RN; (b) be employed full-time or part-time, and have completed at least three months of service (to ensure that participants have at least some familiarity with the job and organization); and (c) be willing to participate. Subjects who met the inclusion criteria were invited to participate in the study, and asked to fill in the questionnaire. The head nurse of the unit of selected hospitals distributed the questionnaires, and each RN from the selected nursing units was provided with a questionnaire package. This included a cover letter explaining the purpose of the study, details of confidentiality, and detailed instructions about completing the questionnaire. At the end of the data collection period, the researcher collected lodgement boxes containing the completed questionnaires from each of the selected hospitals. Of the 1300 questionnaires distributed, 1053 were completed and returned, a response rate of 81 per cent. Table 1 presents the socio-demographic profile of the sample. Respondents were predominantly females (99.0 percent). The mean age was 30.52 (SD = 6.49) with approximately 73 percent of respondents having a diploma-level education. The majority of respondents (43.6 percent) indicated their income was between A$15,001 and A$20,000. More than half (57.5 percent) of the respondents in the study were registered professional nurses, close to one-third (31.9 percent) of respondents were registered nurses, 8.5 percent were head nurses, and 1.0 percent were supervisors. Six questionnaires were excluded from final analysis due to the low number of male respondents, leaving a sample of 1047. (36) . There were a total of 49 items with seven-factor structures for measuring the level of work values, rather than using only the four items of Protestant Work Ethic (PWE) (23) . A response to each statement was made on a five-point Likert-type scale ranging from one, not important to five, very important. A higher score reflects a higher placing importance on values of work. Job involvement is defined in the current study as the psychological importance of one's job, and was measured with the 10-item Job Involvement Questionnaire (JIQ) (14) . Responses were scored on a five-point Likert scale (ranging from one, strongly disagree to five, strongly agree). The 10 items were summed to provide a total involvement score, two of which are negatively phrased and hence reverse scored. High scores reflect a higher level of job involvement. Organizational commitment is defined as the relative strength of an employee's identification with, and involvement in, a particular organization. The Organizational Commitment Questionnaire (OCQ) used to test organizational commitment was based on a translation of the Mowday et al. (21) scale into Mandarin by Wu and Yang (34) . This five-point scale used a 15-item Likert scale with three-factor structures, six items of which are negatively phrased and reverse scored-the higher the score, the greater the employee's commitment to the organization.
This study is the first in which the three instruments were used together in the Taiwanese nursing field. Validity of these measurement scales has been demonstrated in Taiwan in the fields of education and business (15, 33, 35) , but there is no published evidence about the JIQ's construct validity in Taiwan (8) . Therefore, as a preliminary step in analysis of the current research data, the validity and reliability of the measures used was established. The WVI and OCQ were analyzed using Confirmatory Factor Analysis (CFA) and the JIQ by using Exploratory Factor Analysis (EFA). CFA and EFA are two statistical approaches that can be used to examine the internal reliability of a measure. CFA was used because it is a powerful tool for testing an existing theory, allowing the researcher to test and systematically compare specified a priori models. This analysis is considered more appropriate if prior hypotheses exist based on theory or previous analysis (10) . EFA was undertaken for the JIQ, as this analysis does not have well specified priority restrictions on the structure of the model (25) . Both statistical approaches can provide strong evidence for the internal validity and reliability of a measure.
CFAs using LISREL 8.71 were employed to confirm the factor structure of work values and organizational commitment constructs. CFA, with maximum likelihood (ML) estimation, was conducted to specify correlated measurement error and to estimate the true correlations (factor loadings) between the underlying constructs (29) . There are six common approaches reported in the literature to analyzing model fit, including: Chi-square statistics (χ 2 ), chi-square to degrees of freedom ratio (χ 2 /df), the Normed Fit Index (NFI)(3), the Comparative Fit Index (CFI)(2), the Goodness of Fit Index (GFI) and the Root-Mean Square Error of Approximation (RMSEA). In practice, a non-significant chi-square test is available, but chi-square is sensitive to sample sizes (29) . If the chi-square to degrees of freedom ratio (χ 2 /df) is below three, this is generally accepted as a moderate fit. According to Hertzog (11) , a model can still be considered useful even when the likelihood ratio chi-square test is statistically significant. The NFI, CFI and GFI range between zero and one, with values higher than 0.9 generally accepted as representing a reasonable model fit. Values of 0.05 or less indicate a good fit, and a value ranging from 0.05 to 0.1 is indicative of reasonable fit for the RMSEA index (6) .
As shown in Table 2 , the results of the CFA for WVI, these fit indices (NFI = 0.97, CFI = 0.98, GFI = 0.73, and RMSEA = 0.084) indicate a reasonable model fit. The seven-factor structure hypothesized to underlie the work values scale was confirmed. The results of CFA for OCQ revealed that NFI = 0.97, CFI = 0.97, GFI = 0.81 and RMSEA = 0.078, thus indicating a reasonable model fit. The three-factor structure hypothesized to underlie the organizational commitment scale was confirmed. EFA using a Principal Components Analysis (PCA) was conducted to investigate the construct of job involvement (with a varimax rotation) using the JIQ. The significant Bartlett's Test of Sphericity (χ2 = 4453.45, p < .01) (1) and Kaiser-Meyer-Olkin (KMO) test (0.88) (13) indicated that the data were suitable for structure detection. In the first phase of PCA analysis, three factors were extracted. Factor three contained only one item (item two) and was dropped. In the second phase of analysis, it was found that the best solution was a two-factor solution. Inspection of the corrected item-total correlation revealed that the coefficient for item seven was below 0.3 (-.084). Corrected item-total correlations should be considered the minimum acceptable evidence of construct validity (22) . They are important because they give researchers an indication of the extent to which each item contributes to a scale or subscale. Item seven was therefore dropped. This meant the items were loaded on two factors, accounted for 65.83 percent of total variance, and had a Cronbach's α of .89.
Kanungo (14) had indicated that his 10-item JIQ was a uni-dimensional construct. However, this study revealed that job involvement involves at least two factors in the Taiwanese setting. It is possible that individual items are interpreted differently by persons in different cultures (12, 31) . In addition, although Kanungo's (14) JIQ has previously been used in other Taiwanese industrial samples (8), it had not been implemented in a nursing sample. Therefore, professional differences may also influence the study findings.
Results
The data from this study was analyzed using a range of statistical techniques, including: means, standard deviations and regression analysis. The means and standard deviations for the variables of work values, job involvement and or-ganizational commitment are shown in Table 3 .
Work values, the mean score of 4.09 (SD = .54) implies that many nurses scored the items highly. The nurses were not very different in their perceptions of work values. The WVI was divided into subscales, measuring terminal or instrumental aspects of work. "Terminal values" included three work values. There were high ratings for "self-growth", with a mean score of 4.05, but low ratings for "self-esteem", with a mean score of 3.92. "Instrumental values" measured four work values, with the highest ratings for "social interaction considerations", with a mean score of 4.29, "security and economic considerations", with a mean of 4.18, "stability and freedom from anxiety considerations", with a mean of 4.15. The "instrumental value", with the lowest ratings was "recreation, health and transport considerations", with a mean score of 4.09. For work values, "instrumental values" were seen as the most important values for the sample. The order of importance based on the mean for "instrumental values" were "social interaction considerations", followed by "security and economic considerations", "stability and freedom from anxiety considerations", and finally "recreation, health and transport considerations". Moderate value was placed on "terminal values", with the order of importance dropping from "self-growth", to "self-realization", down to "selfesteem" (3.92). Thus "instrumental values" were overall very important to the nurses, while "terminal values" were seen as somewhat less important.
Job involvement, the average of 3.37 (SD = .60) implies that the nurses are reasonably involved with their jobs and are not very different in their levels of involvement. The rank order of the subscales showed that the strong involvement factor had a mean of 3.71, but complete involvement was lower with a mean of 3.17. Organizational commitment, the mean for RNs in this study was 3.26 (SD = .50), implies that the nurses were equally committed to their hospitals. Respondents scored higher on "effort commitment", with a mean of 3.60, and lower on "retention commitment", with a mean of 2.99.
Work Values and Job Involvement
In the results of General Linear Model (GLM) uni-variate analysis, as seen in Table 4 , unstandardized regression coefficients were obtained by regressing work values on job involvement, indicated that work values contribute significantly to job involvement (B = 0.2; P<0.001). It was highlighted that work values and job involvement are generally regarded as resulting from socialization processes, and the social learning flowing from these processes. Of more importance is the interpretation of partial eta square (η2), an estimate of the magnitude of the relationship between work values and job involvement, controlling for demographics, hospital and organizational commitment. The partial η2 result indicates that work values explain only five percent of the variation in job involvement. Work values are less influential than organizational commitment, demographics and the hospital nurses worked at, when explaining job involvement. All the partial η2 are small, suggesting that factors other than those assessed in this study may be important in explaining job involvement. The findings suggest that, although the obtained correlations were not strong, to a certain extent each value these employees sought to find in their life or at work were positively related to several specific involvements in their present job. Alternatively, the results could be interpreted such that employees' involvement in their present job was positively related to many values that individuals' hope to find in their various life and work roles. An individual may see a job as important to his or her identity, due to the values placed on social relationships, security or sense of meaningful activity. 
Work Values and Organizational Commitment
As shown in Table 5 , unstandardized regression coefficients obtained by regressing work values on organizational commitment indicated that work values contribute significantly to organizational commitment (B =.08). This finding may mean that those nurses who had a higher commitment to their organization also recognized the importance of many values in their various life or work roles. Partial η2 indicated that work values explain only one perecnt of the variation in organizational commitment. Work values are less influential than job involvement, demographics and hospital in explaining organizational commitment. As in the previous analysis, other factors may be important in explaining organizational commitment, because all the partial η2 are small. 
Job Involvement and Organizational Commitment
As highlighted in Table 6 , unstandardized regression coefficients obtained by regressing job involvement on organizational commitment indicated that job involvement contributed significantly to organizational commitment (B = .31). Partial η2 indicates that job involvement explain 16 percent of the variation in organizational commitment. Job involvement is more influential than work values, demographics and hospital in explaining organizational commitment. Given the small partial η2 values, it is likely that factors other than job involvement, work values, demographics and the hospital variable may be important in explaining organizational commitment. As predicted, there was a positive relationship between job involvement and organizational commitment, which is in line with the literature (7, 19, 21, 29) . This finding suggests that individuals who had higher job involvement had more commitment to their organization. According to social exchange theory, individuals bring certain needs and skills to the organization, and expect that the organization will provide an environment in which those needs are satisfied and those skills are used. If individual psychological needs are satisfied, employees will engage themselves more fully and invest greater time and energy on behalf of the organization. Therefore, it seems logical that perceptions of a positive work environment will lead to satisfaction, and less intent to leave the organization. This is consistent with Kanungo's view that high job involvement occurs when the work environment meets the individual's needs. 
Findings in Relation to Mediating Processes
Previous studies have hypothesized that work values could directly affect job involvement (6) . An indirect effect of work values on organizational commitment through job involvement has also been proposed (9, 23) . SEM was employed in the present study. The initial solution using SEM suggested that the original model was an inadequate fit to the data. Chi-square (Χ2) for the proposed model was 2,107.25 with 51 degrees of freedom (p < .01), and the chi-square to degrees of freedom ratio (Χ2/df) was 41.32. All of the fit indicators were below levels indicative of a good fit (NFI = 0.85, CFI = 0.85, GFI = 0.71 and RMSEA = 0.22, above the accepted value of 0.1). Therefore, the model needed to be altered.
In the revised model, one direct path between work values and organizational commitment was dropped. This revised model had led to an improved model with a ratio of chi-square to degrees of freedom of approximately 5:1, and a RMSEA of 0.06, indicating a better moderate fit to the data. The NFI, CFI, and GFI indicators ranged from 0.98 to 0.99, which also indicated an excellent model fit. Two models were evaluated in terms of their fit to the data and in comparison to each other. The difference between the chi-square fit statistics for the original and revised model was 2,045.21, based on 39 degrees of freedom. The original model was rejected in favor of the revised model, because the fit of original model was significantly worse than that of the revised model. The fit statistics for the original, revised and reverse models and model comparisons described in the following sections are summarized in Table 7 . The results revealed that work values affected organizational commitment only through job involvement, as seen in Figure 2 . Further exploration of how job involvement plays an important mediating role between work values and organizational commitment is required. This study is not able to confirm Randall and Cote's predictions regarding the direct effect of work values on organizational commitment, which was lacking in tests of Randall and Cote's two models (both the original and revised models). In Figure 2 , however, it can be seen that the current results affirm the basic content of Randall and Cote's revised model, although the direct link between work values and organizational commitment is not clearly drawn. It was anticipated that having strong work values would result in increased job involvement, which would subsequently lead to increased organizational commitment. It could also be the case that employees who are involved in their job have positive work values that they attribute to their organization.
Discussion
The current results add to the understanding of work values and their relationships with job involvement and organizational commitment among Taiwanese nurses. Moreover, this study indicates that job involvement mediates the relationship between work values and organizational commitment. The findings of the present study have implications for organizations that are attempting to enhance organizational commitment through increased job involvement. It is anticipated that improving these factors will be associated with reduced turnover and absenteeism and hence the establishment of more effective organizations. A more effective organizational environment, that implements participatory management, recognizes the value of professional nursing practice, and values communication between clinical nurses and leadership, will be conducive to good nursing practice. This research has added to the existing nursing literature, providing key information about links between work values, job involvement, and organizational commitment. This study provides a theoretical and empirical basis for further study of nursing issues in Taiwan, and in other parts of the world.
Limitations
Several limitations of this study were identified considered, where possible. The study used a cross-sectional design, and accordingly cannot establish temporal or causal relationships between independent and dependent variables. Future research should consider alternative methods, such as a longitudinal study among nurses, by measuring the latent variables at various career stages. Another limitation of the study is the proportion of variance in the dependent variables explained by the independent variables. Although significant, these figures are somewhat low (1-16 percent of the variance in dependent variables), suggesting that other variables not included in this study can greatly influence organizational commitment. Therefore, additional variables should be evaluated in future research. The third limitation of this study is the measure of job involvement used. Although Kanungo's (14) JIQ was demonstrated to be a uni-dimensional construct, the present study revealed that job involvement was a two-dimensional construct. Based on this study, researchers should be careful in drawing conclusions about job involvement. The last limitation is the measure of work values implemented. In this study, the WVI might not be a measure of the PWE used in Randall and Cote's (23) study. Therefore, one should be careful about drawing parallels between these concepts. A cross-cultural research comparison would be worthwhile in order to determine if the current findings can be replicated in other populations, and to investigate possible cultural differences.
